In this article, reference will be made to the challenge of the motivation of local government employees, based on survey conducted in educational institutions and municipal enterprises in Warmia and Mazury. The main goal was to point out what non-wage motivators occurs in this institutions and which primarily affect the quality of the execution of tasks. Surveys were conducted among more than two thousand local government employees. According to respondents used motivators are: good atmosphere at work, clearly described goals and tasks, stability of employment and ability of professional trainings. To more important factors affecting to work quality respondents indicated: stability of employment and ability of professional trainings, clearly described goals and tasks and promotion opportunity.
Introduction
That which occurred in Poland after 1989 -the establishment of local governments as public-law unions in which citizens exercise their own influence at the local level via governing authorities, has been considered the most important event shaping a new dimension for social and political relations (Kozłowski, 2010) . It is at the local level, through appropriately shaped structures and the division of powers within that organization implementing municipal tasks, that citizens feel the impact of the public sector on their lives.
Implementation of tasks by these organizations depends largely on the qualifications of their employees and their commitment to the obligations imposed upon them. In this article, we will discuss the problem relating to the participation of employees in organizations carrying out the tasks of local governments, including educational institutions and more broadly understood municipal enterprises (with the exception of local government officials), as a factor influencing the quality of management of municipal resources.
The aim of the study is to diagnose within motivational system, non-wage factors, that satisfy employees' needs of higher level. As a research method the diagnostic survey, with a tool of a survey questionnaire was used.
The study focuses on employees of local educational institutions and municipal enterprises. Comparable studies in this area and to this extent have never been carried out; therefore, these formulations are innovative.
At the conclusion of the study, after analyzing the survey results, outcomes and recommendations will be presented that can assist local governmental representatives in building and implementing an incentive system that will influence better achieving their objectives and a more rational use of resources available to the municipality.
Determinants for the development of local government in Poland
The changes which took place in Poland in 1989 initiated system reforms throughout the entire region of Eastern Europe. An important element of these changes was the empowerment of citizens through government decentralization and the creation of local public-law organizations. However, the process of returning to Western culture in Poland was a stormy one with the establishment of local government encountering resistance that threatened the implementation of new formulas for local level public government. In relation to municipalities, the dimension of those changes was almost revolutionary and often decisions were immediately reversed. Certainly an understanding of the nature of transition, and experience with those transitional difficulties, as well as uncertainty about the future or even a fear of the future influenced and shaped the resistance to change. This is why the Act on municipal government 1 that was adopted on March 8, 1990 , called the Competency Act, was virtually blocked (Act of 17 May 1990 on the division of tasks and responsibilities specified in particular acts between municipal authorities and government bodies and the amendment of certain laws) and changes in the law that shaped a new quality in the municipal dimension were blocked by the terms of elections to local institutions and also by terms of deadlines for publication of legal acts , Nogalski, 2016 . It can be asserted that the current functioning model of local government in Poland after more than 26 years is very similar to the European model, because citizens through legislators that have been elected in free and democratic elections create a public-legal institution that operates in large part on its own behalf and of its own responsibility. However, this is not the same model under which citizens function in local government units in Western European culture, wherein their governmental representatives exercise power at the local level on the basis of a transparent management model. They denounce a lack of clear procedures in the management of resources at the disposal of municipal governments (Nogalski, 2014) and they reject disorders in human resource management within the organization carrying out the tasks of local governments (Cisek, 2016) . Municipal government, like any organization focused on its objectives, performs operations internally, improving management technology to achieve the most favourable effects and offering externally the best products in every respect.
In this presented article, we will discuss the problem relating to the participation of employees in organizations carrying out the tasks of local governments, including educational institutions and more broadly understood municipal enterprises (with the exception of local government officials), those tasks including the implementation and shaping of a motivational system to implement tasks that both comply with the law and the wishes of the people. This study lays out the principles and criteria that affect advancement mainly in private enterprises. To a lesser extent, these problems relate to public sector organizations and especially local governments. Due to the position of municipal governments in the local government system and in the public sector, the proximity to public organizations that perform tasks for the benefit of citizens and the ability of members of a governmental group to carry out social controls, implemented personnel policy has great importance not only in the economic and social sphere, (qualified employees ensure the rational and efficient management of the organization) but also in the educational. It should be emphasized that local government employees, especially teachers, civil servants and managers in organizations performing local government tasks at various levels often sit on governing bodies (Nogalski, 2015) and also most often candidate for and win the electoral battle for government positions. Thus, their attitude is subject to constant and careful observation and assessment not only by their colleagues but also by residents representing local government. Members of local government carrying out social controls and obtaining knowledge about the mechanisms of human resources policy inform their approach to general management entities and in particular to decision-making authorities; this newly informed approach exists to create a model of human resource management and more importantly, shapes not only the system of remuneration but generally shapes the incentive system.
When analyzing the functioning of municipalities and the changes that enter into local government law and the practices that it adopts in the sphere of personnel policy, the question to ask is whether to strengthen the independence and influence of citizens on local issues, thereby firmly rejecting partisanship and centralization at the local level, or to return to a system of centralized formulas and methods designating citizens to the role of mere consumers and government employees to the role of faithful performers of commands flowing down from higher levels in the structure of the centralized state (Kozłowski, 2016) . It should be emphasized that the guarantee for the smooth functioning of the state are procedures -a management technology speci-fied by law that is developed by experts and approved by the legislative body. This is why unlimited rule of politicians is an Orwellian world of a totalitarian state -because they keep officials under control and jointly create an iron Friedman triangle of power that protects them against the enemy -citizens. Therefore, building a rational incentive system free of politics, nepotism and favouritism that will shape human resource policy is an essential guarantor shaping ideal relationships between obligations imposed on employees and the quality of their implementation.
Non-wage motivators in the personnel policy of local governments
The success of an organization depends on many factors, among which making use of personnel qualifications as well as building their involvement in the implementation of tasks are essential. It is this motivation that influences and builds a specific, desired attitude in employees to perform their duties and to ensure the achievement of the desired goals of public sector organizations. Studies more and more often show a system of motivations that shape both the public and private sector organization. This is an outcome of the private sector experiencing the sphere of common good being in search of the most effective solutions for the implementation of tasks on behalf of citizens (Nogalski, 2014) . Motivating is undoubtedly a category in the area of psychology, and in fact, it refers to the factors that achieve a certain mental state (Stoner, 2001) . Since the dawn of time, rational man has made decisions guided by specific needs (Bałaga, 1990) , the fulfilment of which was the result of actions taken to carry out those needs; that is, they were the motivator shaping his behaviour (Gick, 1999) . Typically, this condition occurs in the relationship between an organization and its members or between the employer and the employee (Nieckarz, 2011), but it may also have a broader context beyond the organization because the organization attempts to influence the attitudes of the consumers of its products, and also the organization responds to attitudes occurring in its environment. Within the incentive system, discussion can be made about its tangible and intangible dimensions, that is, wage and non-wage. In addition, motivation may stem from the employee's internal character qualities or beliefs and his actions may cater to his ambition, for example, or to external factors such as wages, prizes, promotions, or disciplinary action (Nieckarz, 2011 , Zając, 2007 .
A motivation system is situated in a particular social, political-legal, or economic system and is a result of the formation of specific situations caused by various behaviours (Zimbardo, 2008) . This must be taken into consideration, because municipal government, including organizations performing local government tasks, operates within a certain political and legal system created by members of local authorities and its leaders. These people create certain situations that trigger behaviours comprising the basis for the formation of an incentive system. If wage-type motivators are foundational for the majority of employees, then in the public sector and in organizations focused on implementing a social mission (which is how educational institutions and organizations managing the resources of the common good can be understood), non-wage motivators should be of particular importance both collectively and individually. When taking a job, the average person is usually interested in the size of the salary and then in additions to the salary, bonuses or prizes. These basic wage motivators form the foundation of motivation and usually determine the quality and quantity of work, thereby directly affecting the execution of tasks in the workplace and the quality of their execution (Selected issues ...., 2006). One of the most frequent causes for argument in the procedure of selecting candidates for a position is salary and it also awakens much conversation between employee and employer during the execution of tasks. However, in organizations and especially in those positions where complex and high-usefulness actions must be performed -and this certainly applies to public sector organizations cited in this article -non-wage motivators gain particular importance. They shape relationships within the organization among the members and also between management and employees at a higher level than merely the material and to a greater extent display the care that the company has for its employees and their expectations and builds lasting relationships within the organization (Lenik, 2012) .
Intangible factors in the motivational system relate primarily to another dimension of forming inter-personal relationships using motivators that reinforce the function of salary, create healthy competition in carrying out tasks, and shape interaction that often goes beyond the workplace and reaches out to the private domain of employees and management (Fundamentals..., 2005) . Non-wage motivators can vary greatly in nature and relate to particular aspects such as organizational (promotions, flexible working time, career development, training, etc.) (Small…, 2012), psychological (e. g., commendations and distinctions, self-realization) (Zając, 2007) and technological (implementation of modern technologies, position placement in the technological process, etc.) (Zając, 2007) . In the studied organizational units of the public sector, there is an important impact on employees making using of the environment of these organizations. Undoubtedly, to teachers and heads of organizational units (and even employees performing simple tasks) public opinion of them is particularly important. Therefore, any kind of commendation, distinction, honorary title, etc., and conversely penalties or injunctions (Small…, 2012) may be significant in a non-wage incentive system. It should be emphasized that the formation of a proper incentive system, including non-wage motivators, is vital in building a modern organization guided by the principles of sound management. A departure from a Weberian bureaucratic model of administration in the public sector and rigid standards in the concept of New Public Management moves toward the Concept of Good Governance and Responsive Management, and Co-governing (Network Governance) which is characterized by sensitivity and speed of response. It is possible to achieve success in this endeavour if public organizations performing tasks in the area of the common good have a highly qualified staff which functions by carrying out their tasks properly and according to citizens' expectations and is based on a properly constructed system of motivators.
Methodology of research
Carrying out research in public sector organizations runs up against much resistance mainly from the organization heads because of the high politicization and formation of negative phenomena in human resource policy. These difficulties are exacerbated when the subject of study is the particularly important issue of personnel policy and use of resources at the disposal of these organizations. Therefore, with this in mind, before the study was begun, the environment in which the research is to be conducted was diagnosed and a survey was conducted to check research methods and techniques and test procedures were developed. In order to achieve fundamental research materials, a diagnostic survey was conducted by use of a questionnaire. A survey was conducted in late 2014 and 2015 in the municipalities in the Warmia-Mazury counties which were heavily encumbered during the time of the Polish People's Republic by socialist culture. Research was conducted by specially trained interviewers, who within a given time frame administered questionnaires to randomly selected people (employees) either before they entered the workplace or while they were at work (in educational institutions, organizations carrying out local government tasks, and especially municipal enterprises). The interviewers gathered the results into specially prepared containers in such a way as to ensure complete anonymity. After they collected the questionnaires, they were then entered into a database and calculations were made using the computer software SPSS (Statistical Package for the Social Sciences).
In order to analyze and evaluate a non-wage motivation system for local government employees in organizations performing local government tasks, a set of questions was formulated to identify undertaken research problems in the study. The study group was divided into two parts: educators, that is, persons employed in kindergartens, primary and secondary schools (1126 to 1129 people depending on the question) and employees of other organizations carrying out municipal tasks with the exception of officials employed in government offices that support local authorities (1034 to 1043 persons). Making use of expert methods was of great importance in the analysis of collected research materials because of the multiplicity of statements and opinions given. For many years, these authors have been conducting research in local government municipalities on the use of local government resources and personnel policy, so their knowledge on the subject has helped in formulating groups of features identified in a system of non-wage motivators. Many times (this applies to many surveys) several, even dozens, of the respondents' indications and entries required extensive analysis to determine whether those answers qualified to a proper scale and final decisions had to be made on the respondents' answers.
Results

Non-wage factors for motivation occurring in organizations performing municipal tasks
In the opinion of public sector employees, personnel policy is essential along with the use of wage and non-wage factors affecting the implementation of tasks in particular positions. Studies suggest a number of wage and non-wage factors whose use affects the attitudes of employees and translates into objectives being better met. However, there can appear a large discrepancy between the postulates of a study and the practical applications thereof. Therefore, in this study, an attempt is made to assess which motivators within the personnel policy carried out in offices that support local authorities are applied in practice. It must be emphasized what research shows on the subject of transparent personnel policy in government offices, on the subject of qualifications of civil servants and local government employees, and on the influences that decision-making entities have (Kozlowski, 2012) over the practical development of principles of human resource policy on a basic level; that, in spite of a centralized system of law, (Act…, 2008) that sets out the principles of personnel policy, in practice there is a very limited incentive system. These problems have been taken into consideration in this study by asking the government employee which motivators are used in the workplace in which the respondent is employed. The question was open ended with eleven possible incentives (selected by an expert) that might appear in public administration offices for the respondent to choose from as well as the possibility for the respondent to add his own motivators. Although respondents had the option to select any of the given incentives or to write in their own experiences, few respondents added something other than the proposed motivators.
The most commonly selected incentive of the intangible factors used in municipal organizations to motivate was creating a favourable atmosphere at work (Table 1 and 2). The percentage indication was 51.9% in municipal enterprises and 56.4% in educational institutions, and this factor was more frequently appreciated by males (53.9% and 61.1% in municipal enterprises) than females (51% and 54% in educational institutions). At similar percentage levels, respondents indicated the presence of factors such as clearly defined objectives and tasks (in enterprises -48.9%, in education -51.8%) and stability of employment (respectively 48.7% and 50.3%). A subsequent factor named in the surveyed organizations was training and development with respondents of municipal enterprises emphasizing a motivational factor of 44.5% of 43.8% in educational institutions. A slightly smaller percentage of people pointed out the incentive factor of working conditions (within the company -38%, within education -43.5%). Employees of municipal enterprises indicated on the same level factors such as the possibility of promotion and distinctions, appreciation and commendations (29.6%). Meanwhile, education employees indicated the highest factors to be distinctions, appreciation and commendations (35.3%), followed by special events and integration meetings (34.2%) and lastly, possibility of promotion (30.3%). Among employees of municipal enterprises, a much lower percentage was indicated for the motivational factor of organizing special events and integration meetings (22.6%). Few people in the surveyed organizations indicated the incentive factor of executive and decision-making autonomy (within the company -11.6%, in education -13.2%), the possibility of additional health care (respectively 7% and 6.4%) and gift cards -6.4%. In analyzing the occurrence of particular motivation factors, it should be stressed that for some of these factors, a correlation can be drawn between the factor and the personality of the respondent sharing his opinion, but there are also factors in which there is no correlation between quantitative and qualitative characteristics determining the incentive. Among the selected answers of the researched local government employees, there is an indication that their level of education is a strong influence since along with a higher level of education, there is also a rise in percentage of motivational factors such as stability of employment, the atmosphere at work, distinctions, appreciation and commendation, special events and integration meetings, and trainings and development. There is also an inverse correlation when taking the level of education into account that points to employees of municipal enterprises with the lowest level of education and employees of educational institutions with the highest degree of education rating the motivational factor of a good atmosphere at work being of great importance.
It is also worth noting that for some motivational factors occurring in organizations that carry out municipal government tasks, the indicated percentage is particularly high. The largest group of employees of municipal enterprises that rated the motivational factor of a good work atmosphere was the youngest group of employees (67.2%), people working in management positions (53.5%), and those who had never worked in the private sector (55.2%). However, in educational institutions, the eldest workers highlighted this factor (70%), those with a higher level of education (58.1%) and those working in independent positions (57%). On the motivational factor of clearly defined objectives and tasks, the highest indications of municipal enterprise respondents were among the eldest employees (64.7%), among those with higher levels of education (50.4%) and those working in independent positions (50.9%). Among education institution employees, higher indications were from the eldest employees (65%), those with a higher level of education (53.1%), and those performing management functions (53%). In regard to the incentive factor of employment stabili-ty, mainly employees of municipal companies with higher education indicated (49.1%), as well as those working in independent positions (49.7%) and those who had never worked in the private sector (55.2%); among education employees, the eldest workers indicated (75%), those with higher education (52.6%) and those working in independent positions (51.7%).
The most important non-wage factors for employees performing local government tasks
In the interest of determining the most important non-wage incentive factors to employees of educational institutions and municipal enterprises, the possibility of adding their own proposals was available in addition to the variety of answers listed (this option was exercised among only a small percentage of respondents). According to employees in education institutes, the most important non-wage motivating factor in their place of work is the atmosphere at work (21.8% of responses) and stability of employment (18.8%). These factors dominated the others as indicated by a third factor, clearly defined goals and objectives indicated by 15% of respondents, followed by working conditions (11.2%), the possibility of promotion (10.5%) and commendation, appreciation and distinction (9%). Not many people indicated as a significant motivating factor gift cards or executive and decision-making autonomy (4.5%), additional medical care (1.8%), training and development (1.6%) or special events/team building meetings (1.3%) while employees of institutions and enterprises engaged in government tasks indicated a slight advantage over the motivation of a positive atmosphere at work (18.4%) being stability of employment (18.5%). However, amongst women, atmosphere at work was indicated higher (19.5%; 16% men) with stability of employment coming in second place (18.5%). Employees of municipal enterprises then indicated the factor of clearly defined objectives and tasks (15%), good working conditions (11.2%), the possibility of promotion (10.5%) and recognition, appreciation and commendation (9%). At the same level of 4.5% respondents indicated executive and decision-making autonomy and gift cards to be a factor, and at the least percentage the factor of additional medical care (1.8%), training and development (1.6%) and special events and team building (1.3%).
A positive work atmosphere was indicated as motivating factor primarily by men (27.5%, women 19.9%) by those employed in educational institutions in the age group from 50-59 years (27.1%) and those with the longest general job seniority (26.9 %). Taking the level of education into consideration, those respondents with the highest level of education (23.2%) and those working in independent positions (22.3%) most often appreciated a positive work atmosphere, but the rate drops to 9.7% among those with below average education levels and to 16.9% among those performing managerial functions. However, among employees of municipal enterprises, this factor was indicated mostly by women (19.5%, men -16%), people with post-secondary and secondary education (21.4%) and those working in independent positions (19.3%).
Stability of employment as an incentive factor was indicated among employees of municipal enterprises equally among women and men (18.5%), among those with the lowest status of education (21.2%) and among those working in management positions (19.5%). With regard to education employees, mostly women indicated this to be a non-wage motivational factor (19.7%, males -16.1%), people with postsecondary and secondary education (20.8%) and those performing simple tasks (24.4%).
In contrast, amongst education institution employees, the factor of clearly defined goals and objectives was mostly indicated by women (15.7%, males -12.9%), by those in the eldest age group (34.8%), by those with a higher level of education (15.9%) and by those in management positions (20.8%). Amongst employees of municipal enterprises women (12.7%) more often indicated this factor than men (12.1%), those with post-secondary and secondary education (15.6%) and those performing simple tasks (14.9%).
Correlation can be made between respondents' personalities and factors forming the non-wage incentive system in their workplace only in relation to their function. Education professionals working in managerial positions most often indicated such motivational factors as clearly defined goals and objectives, decision-making and executive autonomy, and training and development. In contrast, employment stability, recognition, appreciation and commendation, extra medical care and team building events were indicated as motivational factors the least by people in managerial positions. A similar connection exists among employees of municipal enterprises, since people in management positions often pointed to factors such as possibility of advancement, good working conditions and executive and decision-making independence more than employees with lower levels of education. At the same time, people with a higher education level least often indicated factors like clearly defined goals and objectives, gift cards and special events and integration meetings.
The effectiveness of the incentive system in organizations performing tasks of local governments
In this study, we asked government workers on the municipal level for their opinion on the effectiveness of the incentive system in their workplace. To this closed question employees participating in the survey could indicate one of three responses confirming efficiency, negating it, or indicating a lack of knowledge on their part about the effectiveness of the incentive system. Among educators, most people indicated their reply confirming the effectiveness of the incentive system (35.8%), 29.1% indicated the system to be ineffective and as much as 35.2% were unable to express an opinion on the subject. In municipal enterprises, the fewest number of people indicated the incentive system to be effective, that is, every fourth respondent (25.2%), a higher 36.4% indicated that it is not effective and the highest percentage, 38.4% of respondents, were unable to share their opinion. In educational institutions, more women (36.5%) than men (33.7%) pointed to the effectiveness of the system of motivation and also more women (31.2%) than men (22.6%) negatively evaluated the effectiveness of the system. It is alarming that as much as 43.7% of men (32.4% women) were unable to assess the effectiveness of the incentive system. In municipal enterprises there is not a large discrepancy between the percentage of men's and wom-en's opinions indicating the effectiveness of the incentive system, 25% of women and 25.9% of men. Certainly more women (37%) and men (34.8%) negatively assess the system of motivation and many more women (38%) and men (39.3%) could not comment on the subject.
The effectiveness of the incentive system in municipal enterprises was indicated mainly by the youngest respondents (27.4%) and that rate decreases in the eldest age group to 14.3%. A reverse correlation can be seen in indications that the system is ineffective with the youngest employees demonstrating their opinion at 31.5% and the eldest age group increasing to 47.6%. Also, a correlation to age groups can be seen in the responses indicating a lack of knowledge on the subject of effectiveness of the incentive system as the youngest respondents most highly indicated this answer (41.1%) with the percentage decreasing to 38.1% for the oldest age group. A similar parallel can be drawn taking the level of education into account since people with higher education least positively evaluated the effectiveness of the incentive system (19.1%), this ratio increased to 23.9% among those with secondary education and to 33.3% among those with an education level below average. A reverse correlation occurs in responses negating the effectiveness of the incentive system with those respondents with the highest education most negatively evaluating the effectiveness of the incentive system (52.8%); that rate drops to 25% among those with education levels below average. It should be noted that those in managerial positions most favourably assess the system of motivation (31.7%) and those in the lower positions assess it more negatively (39.9%) -in both cases there is a parallel between the characteristics of the respondents and their opinions.
Among employees of educational institutions, the eldest group of respondents positively assessed the system of motivations (43.5%) and the next age group, 50-59 years, assessed it negatively (34.1%). In relation to their fulfilled functions within the educational institution, there is interdependence with those in managerial positions most evaluating positively the effectiveness of the incentive system (41.6%) and this number decreasing to 35.8% amongst independent workers and 31.4% amongst employees in auxiliary positions. Conversely for negative indications, although here the difference is small, employees in leadership positions found the incentive system to be ineffective (29.9%) with the percentage of indications dropping (29.3%) among employees in independent positions and among people in the lowest positions (25.6 %). The large percentage of education workers, including those in managerial positions (28.6%) and those in independent positions (34.9%), which have no opinion on the effectiveness of the incentive system in their workplace is disturbing.
Conclusions
The creation in 1990 of local governments in Poland began the process of building at the local level qualitatively new methods of public management. Despite the fact that a quarter of a century has passed since the adoption of that communal bill, the functioning model of local government is still imperfect. A wide variety of styles of municipality management can be seen, with positive examples of transparent policy in western Polish local self-governments to more negative examples in eastern Polish municipal government. This diversity is most often the result of the citizens being shaped year after year by the culture of the land and is the most common cause of differences in personnel policy and in the use of local government resources. The studies cited in this presented article were the municipal governments of Warmia and Mazury, the regions that particularly experienced the negative consequences of totalitarian regimes in regard to a functioning motivation system occurring in organizations that perform tasks of local government (mainly in the education system and administrating municipal assets), revealing many shortcomings in the management of personnel policy. Based on investigation of the collected research materials regarding an analysis of answers to the questionnaires, the following conclusions can be drawn:
1. In the opinion of employees performing tasks of local governments, the motivating factors mainly used in their workplace are: the formation of a good working environment, clearly defined objectives and tasks, stability of employment, and the opportunity to participate in training and being ensured professional development.
2. The least common indicated factors among those offered are gift cards, additional health care and executive and decision-making autonomy.
3. The greatest influence over the respondents' statements on the presence of non-wage motivating factors in their workplaces is education and their function within the organization, since the status of education and their position (showing a parallel between quantitative and qualitative factors) affect their opinions on the presence of non-wage motivational factors in their workplace.
4. As the most important motivating factors occurring in workplaces among the respondents surveyed, local government employees indicated primarily such factors as stability of employment, positive work atmosphere, clearly defined objectives and tasks, good working conditions and the possibility of advancement.
5. In contrast, surveyed local government employees least valued as important factors in non-wage incentive systems such as special events and team building, training and development, and additional health care.
6. In regards to indications of the most important factors in the non-wage incentive system, according to respondents' selections, analysis of those motivating factors that affect the work of local government employees indicates an interdependence between those factors named as most important and the their fulfilled function in the workplace as well as, to a smaller extent, the respondent's level of education.
7. Regarding an assessment of the indicated effectiveness of the incentive system in organizations performing municipal tasks, indications show a similar level of response among positive, negative, and lack of opinion evaluations.
8. Particularly disturbing is the high percentage of respondents having no opinion on the effectiveness of the incentive system, especially among managers and independent employees.
Analysis of the study results revealed a very complex and diverse picture of the functioning of the non-wage incentive system within the local governments of Warmia and Mazury counties. Recognizing the decentralization of powers delegated to municipal authorities in shaping the greater sphere of personnel policy, it must be acknowledged that local authorities do not give enough heed to the importance of non-wage factors in the system of motivating employees in the process of the imple-mentation of tasks. State law rulings will not solve this issue. A greater interest in the personnel policy of local decision-making bodies must be fostered, that policy which is built on scientific achievements of managing personnel, and a greater interest must be encouraged in studying the examples of those local governments that have already implemented modern and effective human resources policies.
